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Editor’s

The Architecwure of Human Performanee

Dear Readers,

At a time when leadership is often measured by visibilit}I rather than values, and success is
frequently defined by speed instead of substance, it becomes essential to pause and ask deeper
questions. Who are we becoming? How are leaders truly developed? And what systems shape
people long before they step into positions of influence?

At The Pulse Magazines, our editorial mission has always been to go beyond headlines and
highlight stories that carry depth, purpose, and long term relevance. We do not merely chronicle
achievements; we explore the thinking, discipline, and human experiences that give rise to them.
This is precisely why the story of Colby B. Jubenville, PhD stands out as both timely and timeless.

This feature is not a traditional interview, nor is it a surface level profile. It is an exploration of
Human Performance, identity formation, 1eadership respm"lsibilit)-', and meaningﬁ:l impaet,
themes that are increasingly urgent, in today’s world. Dr. Jubenville’s, work sits at the intersection
of education, coaching, business, and personal development, offering a rare perspective that
blends academic rigor with real world application.

What resonates most powerfu]l_\f throughout this narrative is the emphasis on ownership. In an age
where blame is easily outsourced and clarity is often postponed, this story reminds us that
progress begins when individuals take responsibility for their decisions, their development, and
their direction. Whether working with students, executives, or institutions, Dr. Jubenville’s,
philosophy challenges the comfortable idea that clarity comes before action. Instead, it reinforces
a truth that many overlook: clarity is forged through action, reflection, and accountability.

EDITOR IN CHIEF CONTENT DIRECTOR

MANAGING EDITOR ART DIRECTION
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Note

Equally Compelling is the spotlight on higher education not merely as a pathway to employnmnt,
but as an identity laborator}? where beliefs are formed, habits are established, and futures quietl_y
take Shape. The insights shared in this feature urge educators, leaders, parents, and young
professionals alike to reconsider how talent is nurtured and how meaningﬁll rel:-ttionships can
alter life trajectories.

This editorial also speaks to a broader cultural moment. As organizations grapple with
leadership gaps, disengaged workforces, and shifting expectations, the need for systems that
develop people not just extract performance has never been greater. The work highlighted in this
feature serves as a reminder that sustainable success is built on clarity, trust, and environments
that allow individuals to grow with integrity.

We are proud to present this in depth feature as part of our ongoing commitment to thoughtful
journalism and global dialogue. It is our hope that this story encourages readers to reflect not
only on leadership and success, but on their own future journeys, past choices, present
responsibilities, and future possibilities.

At The Pulse Magazines, we believe stories like this matter because they do more than inform.
They invite reflection. They challenge assumptions. And most importantly, they inspire

intentional action.

Whether you are an entrepreneur, executive, creative, policymaker, or emerging leader, this
edition is intended to do more than inform you.

[t is meant to challenge you and reconsider how you define success. |
%/A' /ﬂ,fm/
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n this special cover feature. The

Pulse Magazines spotlights Colby B.
Jubenville, PhD a TEDx speaker, author,
and trusted advisor whose work is
redefining how leadership, ralent, and
Human Performance are developed in
today’s world. With more than two
decades in higher education, Dr.
Jubenville, stands ac the intersection of
academic discipline and real world
application, translating complex Human
Performance science into clarity,

ownership, and action.

As the Founder and Director of the
Center for Student Coaching and
Success, Dr. Jubenville, has pioneered a
coaching based model thar places
identity, responsibility, and meaningful
relacionships ar the center of personal
and professional growth. His approach
challenges conventional ideas of success
by shifting the focus from citles and
credentials to value creation and long

term impact.

A prolific researcher and Forbes Coaches
Council contriburor, Dr. Jubenville, has
authored over 50 peer reviewed and
professional publications, alongside two
influential books Zebras and Cheetahs
and Me: How to Sell Who You Are, What
You Do, and Why You Matter. Through
his speaking engagements, advisory
work, and The GOAT Consulting
Podcast, he continues to shape global
conversations on leadership,
performance under pressure, and

purposeful success.

This cover story offers an in depth look
at the philosophy, systems, and lived
experiences behind Dr. Jubenville's work
inviting readers ro rethink how clarity is
buile, how talent is developed, and how

meaningful impact is created long before
titles are earned.
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THE MAN WHO REFUSED
THE CEILING

HOW' EARLY LIMITS, INVISIBLI

BARRIERS, AND ONE UNFINISHED
FOOTBALL FIELD. SHARED THE
PHILGSGPHY OF DR COLBY B

JUBENVILLE

PROLOGUE: THE CEILING OTHER ProrLE
BuiLr

Before Colby B. Jubenville, PhiD ever advised
execurives, conched students, or stood on a TEDx
stage, other people had already decided how far his life
would go.

Docrors called ie remmants of the pupillary membrane.

Asachild, Colby understood it more

mply: spider
ves. The medical language was
clinical. The implication was not.

webs across his

His parents were gently wamed not to expect too
much. School might be difficult. Life bevond
academies might be limired. The ceiling was drawn
early not by ability, effore, or ambition, but by
prrdir(ion.

Colby never forgor thar feeling:
Other peaple being comfortable defining the
boundaries of your life before vou've had a chance to

test them vourse

That quiet injusrice subtle, well intentioned, and
deeply limiring would become one of the invisible
Forces shaping everything that followed,

THE MIDDLE CHILD LESSON

Colby was a middle child. His older brother did
everything first. His younger brother did everything
better. That position teaches vou something early You
don't win by tollowing the parh. You win by finding
_!'l‘ur oW

There was no spotlight reserved for him. No sutomatic
role. No inherited identity. He had to ebserve, adapt,
and decide who he was going to become not in
comparison, but in contrast.

Middle children learn pattern recognition early
study people. They listen more than they speak
sense dynamics before they understand language for
them.

Long betore Colby studied Human Performance
academically, he was living inside ies earliest
Family svscems.

laboraror:

WHERE THE WORLD FINALLY MADE SENSE

Sports gave him clarity in 2 world where assumptions
Iy.

tollowed him both medically and scademi
Athleties offered something rare: honesty.

IFyou dropped a basketball on the court, it came back.
1 you prepared, it showed.

Ifyou didn't, the game exposed vou.

No spin.
No excuses.

No abstracr e

For Colby, sports werent an escape. They were a truth
system. And rruth systems matcer deeply to peaple
who grow up surrounded by uncertaingy.

THE CoacHES WHO CHANGED EVERYTHING

When Colby looks back, one influence stinds above
the rese: o
» Not bee v were always kind.
» Not because they were always vight.

were honest.

arions he didn't want to hav
They demanded effort he wasn't sure he had. T
pushed him into spaces where belief lagged behind
behavior.

Grear coaches don't wait for confidence, They build ic
after action. That lesson that claricy follows
movement, nov the other way around would later
become one of the centcral pillars of his philosophy.
But before it had language. it had experience.

1998: STARTING WITH NOTHING

I 1998, Colby helped start a college football program
from scrarch,

+ Mo phones.

* Nocomputers.
* Mo plavers,

+ Nouniforms.

www.thepulsemagazines.com

Just responsi

Someone had to go Arst. There were no perfect
No sakery

i to be

ith incomplere information, under

conditions coming. No guarantee of suce

net waiting in the background. Decisions
made in real tin

pressure.

That season di

meore than build 4 program.
It rewired how Colby understood leadership.

He learned something few people ever truly

inrernal

Clariry does not come before

It comes from ir.

Wairing wasn't wisdom. [t was avoidance di

preparation. That lesson would follow him for life:
A FATHER'S NoN NEGOTIABLE STANDARD

I athleries gave Colby truth, his father gave him
structure.

Wayne Williams had a simple rule:

“If you do your part, Il do my part.”
No negotistion.

No entitlement.

Responsibility first, Support second.

Help wasn't a handour. It was a response to ownership.

Thar framework shaped how Colby would later

approach coaching, advising, and leadership. He would

never become someone who fixed problems for people.

He would help them see cle
themselves,

v enough ro fix problems
Because rescue feels good in the moment but

ownership changes lives,

SEEING OBSTACLES DIFFERENTLY

By the time Colby entered adulthood, something
important had already crvsrallized:

Obstacles weren't enemies. They were information.

They revealed:
* How people think.
* How they respond under pressure,
» Whether chey rake responsibilicy or wair for

rescue.

Muost people try to avoid obstacles or power through
them blindly, Colby learned vo study chem.
That mindset developed long before doctoral programs

ional ritles would larer define his work as 2

or profe

trusted advisor.

THE ADVISOR, BEFORE THE TITLE

. Colby B. Jubenville, PhIY is known

* A trusted advisor.

* A Human Performance expert.
* A builder of systems.

* A shaper of identi

Bur those labels came lase.
First came a child whose limics were pre written.
Then amiddle son who had ro find his own wav, Then

an athlere who learned truth through effore. 1 hen a

voung leader who leared that action ereates clarity.

By the time Colby stepped into higher educarion,

busir

1d public leadership, his

philosophy was

already formed not in cheory, but in lived experience.
He d

He believed in using them.

1t believe in remaving obstacles.

WHERE PERFORMANCE
MEETS IDENTITY

WHY TALENT ALONE IS NEVER
ENOUGH AND HOW LEADERSHIP IS
EXPERIENCED, NOT INTENDED

The Quescion Thar Wouldn's Ler Him Go.
+ Two athleres.
+ Same coach.
*  Same system.

*  Same resources.

Wildly differenc outcomes. One dhrived. The other
stalled. Sometimes quietly. Sometimes painfully.

For ve

. Colby B. Jubenville, PhIY warched this

patcern repeat feself on felds. in locker rooms, in

classrooms, and later, in organizations. Conventional

wisdom blamed effort, aricude, or ability. Bur those

explanations never fully
deeper was happening.

atisfied him, Something

Talent was clearly not the differentiator.

Access wasn't either.
The real difference lived somewhere harder to measure
in perception, interpretation, and identity.
Thar question beca
work.

me the undercurrent of his fife's

me enviromment

Why do people placed in the

experience it so differently and how does that shape who

they becom

From COMPETITION TO HUMAN PERFORMANCE

Spores taught Colby what Human Performance looked

like. Human Performance would res

h him why it bre

down.

As he moved into higher education, he noticed a
troubling gap. Leadership theories were abundant.
Motivarion models were evervwhere. But few

frameworks survived conracr wich realicy.

They sounded good in seminars. They collapsed on

ion

Meonday morning. Colby wasn't interested in inspi

He was interested in svstems.

Systems that:
* Held up under pressure,
= Creared feedback loops.
» Clarified responsibility.

P

disciplined w

: COACH ATHLETE RELATIONSHIP: A
CRUCIAL INSIGHT

His docroral research focused on the coach-athlere

relationship, specifically how athletes perceive their

coaches over time,

What he discovered reshaped how he underscood
leadership forever.

Performance. trust, resilience, and motivacion were
influenced Far fess by whar coaches intended to
communicate and far more by how athletes experienced
thar leadership.

Intent was irvelevant withour impac.
Two leaders could deliver the same message.

= One would elevare performance.

s The other would quietly erode ir.
The difference wasn't personality, It was perception,
That insight would laver become foundational to Colby's
work as a trusted advisor.

LEADERSHIP [S NoT WHAT YoU SAY

Most leaders believe clarity lives in communication.

Colby learned it lives in experience.

People don't respond to vision statements. They respond

[0 CVITONMments.

They respond ro:

sels.

» How feedback
* Whether accountability is consistent.

= [Feffort is recognized or ignored.

» How mistakes are handled under pressure.

Leadership is not what vou announce. [ts what people

live inside every day.

art realiz;

T

higher education and corporate leadership had

ion forced Colby to challenge much of what
normalized.

Wy THEORY WAS NEVER ENOUGH

Colby has alwavs been wary of ideas that couldn’t

survive reality.

“IFa concept ean't survive Monday morning.” he often

savs.,
“it doesn’e belong in my work”

That standard became a filter.
He rejected frameworks that explained filure but didn't
change behavior.

He stripped away language chat sounded smare bue
couldn’t be applied.

Human performance, as he saw it, wasn't about

motivation or hype. [t was about des

Designing environments whe

v Feedback

* Responsibilicy is visible,

v ly, not lare.

[

» Decisions are informed, not reactive,

* People understand how they create value.
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MAGAZINE HIGHLIGHT

Colby B. Jubenville, PhD is a respected
TEDx ».pc‘d\u author, and Human
Performance scholar whose work bridges
education, leadership, and real world talent
development. As the Founder and Director
of the Center for Student Coaching and
Success, he has created innovative coaching
systems that focus on identity, personal

1csponsﬂnlm‘, and mcamnbful

relationships as che foundation for long
term success.

With more than two decades of experience
in higher education and over 50 published
research, professional, and trade arcicles,
Dr. Jubenville, is widely recognized for
cranslating complex Human Performance
science into practical frameworks used by

\ S students, executives, and organizations.

Uik ) Through his books, advisory work, and The

\ GOAT Consulting Podcast, he continues to
~ ,";‘ influence conversations on leadership,
" 1;‘; et value creation, and purposeful impact.
} ‘u.'%'u-
A
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As Colby worked across achletics, academia, and organizations, one
pattern kepe surfacing.

Performance didn't break down because people lacked skill. It broke
down because they lacked identity clarity.

Peaple who didn't know:
* Who they were.
+ How they added value.
» What standards they lived by.

Thar borrowing worked until pressure arvived.
Under stress, borrowed identities collapse.

This insight reframed evervthing. Human performance wasn's juse
physical or cagnitive. It was deeply personal. You could not separare
performance from identity because identity derermines how people
interpret challenge, feedback, and failure.

EDUCATION: AS A FORK IN THE RoAn

This understanding changed how Colly viewed higher education.
College wasn't just a place ro acquire knowledge. It was a
developmental fork in the road,

Seudents weren't only learning content. They were quietly deciding:
» What chey believed abour themselves.
o What kind of effort felt “normal™.
* Whether responsibilicy was empowering or threatening.

These decisions rarely happened consciously. But they shaped
trajectories for decades. That realizarion kepe Colby'’s work
meaningful For over ewo decades in higher education. The stakes
were never academic, They were existential.

FROM OBSERVATION TO FRAMEWORK
Ower time, parterns hardened into principles,

Colby began building frameworks thar moved people from:
» Realization - Resule -+ Action.
o Mot speeches.
+ Nor mogivation.
* Systeims.

Frameworks thar:
+ Forced clarity.
» Reduced friccion.
» Made responsibility unavoidable,

Whether working with students or senior leaders, the goal was the
samez help people see themselves clearly enough to act differently.

A QUIET CoNVICTION

By the end of his docroral journey, Colby carried a quiet conviction:
Most performance problems are not performance problems at all.

They are leadership and identity problems.
» Fix the svstem,
« Clarify the identiry.
» Align the environment.
» Performance follows.

Talent apens doors. Identity determines whether you walk chrough
them,

Colby Jubenville moves from insight to architecture building a
framework designed to turn claricy inco value.

THE ARCHITECTURE OF TALENT

HOW. IDENTITY BECOMES VALUE AND WHY MOST
PEOPLE NEVER LEARN HOW 10 BUILD. 1T

WHY TALENT ALONE FAILS

Talent is celebrated everywhere. Resumes list it Organizations
recruit it. Universities promise to unlock it Social media performs
it. And yet, talent fails constancly,

Colby B, Jubenville, PRI has spent decades warching capable peaple
stall, burn out, or plateau. Nov because they lacked intelligence or
work ethic. but because talent withour structure collapses under
plr_‘xslll’v.‘.

Raw abilicy is Fragile.
Withour architecture, talent is just potential waiting to be wasted.
T MissinG LiNk: Nonony TALKS AsouT

Most development models ask the wrong question:
“What skills do you need?”

Colby starrs somewhere else:
“Who are you becoming and how does thar ereate value?”

Thar shift changes everything.
« Skillscan be taughe.
redentials can be earned.
+ Experience can be accumulated.

But idencity must be constructed. And construction requires design.

www.thepulsemagazines.com

FrROM OBSERVATION TO BLUEPRINT

Years of work across athletics, higher education, and business revealed a
comsistent truth;

Peaple who succeed long term do not just do good work. They
understand how their work creates value.

They can arviculare:
* What they are uniquely good ar.
* Why it marrers in their context.

o How others experience working with them..

This articulation doesn’t happen accidentally. It requires intentional
development.

Thar realization became the foundation of whar Colby would larer
formalize as his Talent Development Framework,

NARRATIVE: THE FIRST LOAD BRARING WALL

E\'R‘n‘ 5""“\8 sTructure hl.‘gins W|fi‘| A STory. :\-(\( a1 mor i\':lri\'}ll:l] STOTY, 1’\
coherent one.

Narrative based coaching helps individuals understand:
« Where cheyve been.
« Whar patterns repeat.
« Why cerrain moments mattered,

Most people trear their past as a collection of unrelated events. Colby
teaches them ro see it as a sequence of signal.

When people can'e tell their story, they can't explain their value.
And i they can't explain it, the marker won't reward ic.

EMOTIONAL INTELLIGENCE: STRESS TESTING THE
STRUCTURE

Talent doesn’t fail in comfore. I fails under pressure,

Emotional intelligence is what keeps identity intact when:
» Feedback stings.
s Srakes rise.
» Authority challenges self image.

Colby sees emotional intelligence nor s a personality craic, butas a
load bearing svstem.

It determines wherher:
* Feedback leads to growth or defensiveness.
e Conflicr ereartes claricy or chaos.
e Pressure sharpens or fractures performance.

Witheut emorional incelligence, even the best natrative collapses when
SLrEss arTives.

GrowrH MINDsSET: HOW CHALLENGE IS INTERPRETED

Mast peaple misunderseand growth mindser. They trear it as oprimism.
Colby trears it as interpretation. Growth mindset answers one eritical
question:

When something is hard, what does thar mean abour me?

People who interprer difficulty as daca adapr, People who interprer
difficuley as identiey recreat. This difference compounds over time.
Growth mindset is not posirivicy,

It is permission to stay engaged when things ger uncomfortable.
PATTERN MATCHING & STACKING: TURNING EXPERIENCE
INTO CAPABILITY
Experience alone doesn't create expertise. Reflection does.

Pacrern matching helps individuals recognize:

o What types of problems they solve well.

* What environments they thrive in.

* Where their decisions consistently creare value.
Sracking then connecrs those parterns into unique capability,
This is where talent becomes differenciated. Two people may have ten
vears of experience. Only one knows how those ten yes

s fit rogether,
That person wins not because they worked harder, but because chey
underscand themselves bercer.

MARKET SPECIFIC KNOWLEDGE: VALUE Is CONTEXTUAL

‘Talent has no universal currency.,

appli

/alue depends on where and how ir's

Colby emphasizes market specific knowledge because:

» Whar creates value in one context may be irrelevant in another,
o Misaligned talent leads to fruseratdion, not fulfillment.

Understanding the marker murms abilicy into opportunity.
Withour ir, peaple chase roles thar look impressive but don't fir.

A BRAND Is A PROMISE DELIVERED IN AN
EXPERIENCE

Branding is often misunderstood as visibility or aestheries.
Colby defines it differently. A brand is a promise delivered inan
experience. A personal brand is abour Brand Image and Brand
Identity. Brand Image is the way people feel when they spend

time with vou. Brand Identicy is made up of your Unique

Perspective, Unique Education and Unique Experience.
ReraTionsiips: THE FINAL REINFORCEMENT

Nothing scales withour rust. Talent development thar ignores

relationships is incomplete. Colby teaches thae relacions

not nerworking.

« They are interdependence
+ Mutual commitment.

+ Shared standards,

» Aligned expecrarions.

In every environment he's studied, relationships derermine
whether talent multiplies or stagnates.

REALIZATION. RESULT. ACTIVITY.

The framework s anchored by three movements:

Realization: What is your greatest realization from our time
togerher today?
Result: Whar is the conclusion of char realization?

+ Activity: Whar activity are vour committed to over the next
0 days?

Miss ome. and the svstem weakens. This is not linear

development. It's s

crural alignment.

Way THis MATTERS Now

In a world where ritles change quickly and industries shift
constantly, identity has become the most stable asset a person

can own.

Peaple who understand who they are and how they create value
remain relevant regardless of role or marker.

That's the architeceure Colby Jubenville builds.

Not just for performance, For durabilicy.

READ OUR

LATEST ISSUE
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THE RELATIONSHIP THAT
CHANGES EVERY'] g

Ture Big 1

» TrLL

Never Mea

THE BIG LIE was subrle, well intentioned

h, motivated eno

and devasacing in irs

and disciplined

ems around

ising loads ex

Lear T e

systems promised eff

was relationship.

knows vour name and ve

r pa

notices silence as dara, not absence.

upts self deceprion before it calei

The kind that int e into

eory, He arrived

students quietly drift

SMART, CAPABLL, AND LosT

failed spe would *en eASIer [0 sp

They v

Insread, They scaved

v stalled, Thev e

rCEion

sed

morivari

And vet profoundly unelear. Not about classes. Abour themselves.

Tae Cost oF Brine UNsEpN

Mast ins ions track students obsessively

* Artendance

o Cimades,

= Cr

TENCION METrics

clariry

Verv few

No dashboard measures whether a student underscands:

+ Who

» What patterns keep rey g g ions.

When

I'hey coast, And cousrir

wered, students don’

stions go

s the most expensive » there is.

: REALIZATION

CoLpy's FIRST UNCOMFORTABI

is academic career, Colby believed whar most

ATOrs

Experience

He warched

Mo se no one had

105 10

din't know what

WHY INTELLI Was NEVER THE s

Ihe myth of intelligence as the

It allows svstems to Feel neurral. e places resy

indiv It absolves institutions from

lifferent story. Students dic

t enough. They failed bec:

w's lived experience tol

use they weren't s

1O O EVer

slowed down long enough to say:

“Let’s talk about what's actually happening with you”

MoMENT THE PATTERN Breamr €

AR

cfore the The Center for Student Coa nd Success exise

Colby noriced a quier msistent patrern. Students who thrived

1 one chir

n commaon

* Notmajon
o Nor GPA.

ilt on car

TI'hev had

Ome person who

That relationshi

evervthing

professors. Wh

they lacked was

integrative coaching a role that sa port and

Ween su

accountability.

Someone who wasn't there ro-

* Solve problems for students.
* Provide therapn
« Enforce compliance.

But o develc \ o see that ownership was the

missing deve

Mot ind

sendence Ownership

Ownership of:

* Decisions.

* Parrerns.

* Consequences,

* Direcrion,

e, is never taught in isolation.

No Oxe NaMED

L Quier

ents dic arriculare confusion direc

Muase sr

aid things like:

st feel stuck”

o =l don't know whar [ wane”

= 1 thought I'd feel more confident by now™

Behind those starements wa

Wha

if | choose wror

ndl it say:

w'mm'lhin;: permanen

vsis.

Without guidance, fear hardens into pa

aralvsis, in high achieving environmenes, often masquerades as

tination or diser e
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BLACK

SA

rRIUAY

SSIVE DISC
LIMITED-PERIOD OFFER

OFF
LUSIVE,
.THIS

1Y ADVISING Was>

Tradicio
. De

* Requirements.

advising focu:

plans

« Checklises.

Adv

graduate It doesnt help them become. §

‘olby saw the limitation immediarel ing helps students

lenes could complere

every requirement and still feel hollow, disconnecred, and

direcrionless, Graduarion, w

hout ¢

, simply expores

confusion into the workforee.

T

QUESTION THAT CHANGED EVERYTHING

Ibw stopped asking:

Ar some point, C

How do we help students succeed academically? And started

must happen developmentally for a student to leave
college with agency?

Thar question couldn’t be answered with a program.

It required a svstem of relationsk

¢ His MoTHER S 1L ARTIC

The Wall Screet Journal @

moment. His mother did

ticle arrived ar ¢

cily the right

n't add commentary. She didn't explain

why she sent it
She simply starved one phrase:
Meaningful relationships.

The Georgia Tech study the article referenced tracked more

than ¢

 students after graduation, measuring well being

across multiple dimensions of like

The conelusion was

almost offensively simple. Students who

thrived had one meaningful relationship during college

Omne,
* Notan ecosysten
+ Nora platform
= Nota service,

= A pe

SOT.

Wy Tuis Hit So HARD

For (

av, the study didn't feel revelarory, It fele confirmarory.

save research language to something he had watched unfold

far years in classrooms, in offices, in quier post meetir

conversations where students finally rold the murh.

The study didn’e argue thar relationships were helphul.

cisive

REDEFININ UL

Collw was careful not to romanticize the finding. A meaninghul

relationship wasn't Friendliness. [t wasn't encouragement

withour standards, It wasn't rescue.

He def

ved it precisely:

“Two people working rogether, through interdependence,
toward a commeon goal.

That d

sides.

nition mattered. Because i preserved dignity on bath

WHY INTERDEPENDENCE MATTERS

Independence sounds virmuous. Bur ing

pendence, without

guidance, isolates. Interdependence does somerhing different.

It says:

* You are responsib

» And you are nor alone,

ares rension berween auronomy and accountability. Thae

rension is where growth lives.

MASSIVE

DISCOUNTS UPTO

11




 Cenens?
JHL 11V S3SNYI LI

(NNO0d3) 3H1 LIH | NAHM ATNO Scll

3JV4d

NI NI INITTVS NGl NJHMW

N3180dd 3H1 10N SINITIVH




www.thepulsemagazines.com

13



THE INSTITUTIONAL BLIND SPoT

Universities are built to distribute information efficientdy.
They are nat buile ro norice when someone is quiethy losing
confidence,

They don't pause when a scudent’s internal narracive shifis
from curious o cautious. No system flags idencity drift. Only
people do,

THE UNSPOKEN QUESTION STUDENTS CARRY

Underneath grades, resumes, and LinkedIn profiles, students
carry one unspoken question:

Am I actually capable or have I just been good at school?

Withour someone to help them confront char question
honestly. many graduate still unsure. Thar uncertainty follows
them into careers, relationships, and leadership roles.

THE SEED OF THE CENTER

The Center for Student Coaching and Success did not begin
as 4 building. It began asa refusal. A refusal ro accepr char
student success had to remain aceidental.

A refusal to believe thar clarity was a luxury. A refusal co
outsource development to chance encounters.

Colby began imagining a system where:
+ Every student hud secess o developmental coaching.
» Ownership was raughe, not assumed.
« Relationships were intentional. not incidencal,

That imagination would soon demand structure,
By the time Colby began formalizing the Center, one truth
was no longer debarable:

Students don't need more information.
They need someone who will stay long enough to help them

see clearly.

That realization would collide next with resistance,
skepticism, and the hard work of building something inside a

system not designed for ic.

WHEN GooD Ipeas MEET INSTITUTIONAL FEAR

Every institution savs it wants student success. Very few are
prepared For what success actually requires. When Colby B.
Jubenville, PhDD began ralking seriously about coaching,
ownership, and intentional relarionships, the resistance didn't
come in the form of autright apposicion. le came as concern.
Polite concern. Professional concern. R bl di
concern,

Questions like:

(]

* Wh is responsible i a student makes the wrong
decision?
» How dowe scale something so personal?
» What happens when students push back?
Beneath those questions lived a deeper fear:

Ownership disrupes conerol.

WHY SysTeMs PREFER COMPLIANCE OVER
CLARITY

Universities are built ro manage risk. Risk lives i
Ambiguity lives in peaple. Ownership introdu
When students take responsibili

stop following seripts. They ask harder questions. They
challenge assumprions. They refuse to be managed quicely.
From a syscem perspective, that feels dangerous. From a
developmental perspective, it's essential.

SUPPORT VS, CONFRONTATION

One of the earliest misunderstandings Colby enc i

was the assumption that coaching was just anocher form of
:iuppo!’r.

It wasn't. Support soathes,
Coaching confronts respectfully, intentionally, consistently.

Colby was clear from the beginning: the goal of coaching wis
not combare. [t was clarity. And clariey often arrives through
discomfort. Students would sometimes leave s
unsectled, not relieved. Thar unsettled feeling wasn't failure.
It was evidence that something real had been rouched.

*s5i0Ns

THE FIRST PrLoT: WHERE THEORY FAILED

The earliest versions of the coaching model weren's perfice.
Some sessions drifted into advice giving. Some students
expected answers instead of questions. Some coaches.
struggled to hold rension without rescuing,

Colby welcomed those failures. They revealed whar didn'c
work.

Most importantly, they exposed a hard truch:

| | R e e e e

could sense i ly.

Ifcoaching became performarive, they disengaged. If
accountability softened, they coasted. If expecrations weren't
explicit, trust eroded. Coaching had to be real or it couldn’t
exist at all.

www.thepulsemagazines.com

TEACHING STUDENTS TO S1T WITH UNCERTAINTY

Ome of the hardest skills students had to learn wasn't decision
making, It was staving presenc when claricy didn't arrive
immediately.

Many soudents had spene their entire lives being rewarded for
speed:

» Ouick answers.

= Fast completion.

= Immediate correctness.

Coaching slowed evervthing down. Students were asked to sic
with questions like:

* Why da | keep choosing the same patterns?

o What am [ aveiding by staving busy?

* What does success actually mean to me?

For some, thiz was the first time they had ever been asked these
questions and expected eo answer them honescly.

Way OwNErRsHIP FEELS LIKE Loss Berore IT Frres
LikE FREEDOM

Crnership doesn't arrive as confidence. [t arrives as
respomsibiling

Students often experienced an initial sense of loss:
= Loss of excuses
» Loss of external blame
* Loss of comforting narcatives

Only later did freedom follow. Collw learned ro prepare students

for this phase. He normalized the discomfore. He explained the
process. You don't feel emp
Confidence comes larer.

1 first. You act

P

THE MOMENT STUDENTS STOP PERFORMING

Omne of the clearest indicarors thar coaching was working was
subtle. Students stopped performing,. They stopped saying whar
they thoughr adules wanted to hear, They stopped presenting
polished narratives. They starced velling the truth. Abour fear.
Abour doubr,

Abour patterns they didn'e like bu didn't know how ro change.
That honesty didn't weaken them.
Ic grounded them.

WHEN ACCOUNTABILITY BECcOMES TRUST

Contrary to popular belief, students don't resist accounrability.

They resist inconsistent accountability. When expectations were
clear, follow up was consistent, and standards were held withour

judgment, rrust deepened rapidly.

A Srudents began to realize they had a choice:
» They wouldn's be rescued
» They wouldn't be abandoned
» They would be challenged and supporeed

Thar combination is rare. And it changes behavior.

EARLY RESULTS THAT COULDN'T BE [GNORED

Before any major funding arrived, before the Center was fully
Formalized, something important began happening.

Studencs who engaged in coaching:
» Made decisions faster.
* Changed majors with intention, not panic,
o Took ownership of sethacks insread of hiding them.

o Arriculaced theirvalue mare clearly.

Not because they were told what to do but because chey finally

underscood why they were doing ir.

THE COST OF CLARITY

Cl:

It costs:

isn't cheap.

» Comfort,

» Familiarity.

» Somerimes, relationships buile on old versions of vourself

Collw never minimized chis cost.

Instead. he framed it honestly:

Confusion costs more in the long run,

Students who avaid clarity don't avoid pain,

They postpone it

ibl PIDK.

A CRITICAL DISTINCTION

Colby made one distincrion non negotiable: The cenrer was

NOL 3 52T

ice, It was a developmental partnership.
Students weren't consumers. They were participants.
That framing preserved dignity and responsibilicy on both
sides.

Onwniership is uncombartable but it is the only path o
agency.

Systems that avoid it may feel kinder in the short term.
But they quietly rob peaple of the chance to grow,

WHEN THE QUESTION FINALLY CHANGES

There is a moment in development that is easy to miss.
It doesn’t announce itself 1t doesn't come with confidence
or certainty. [0 rarely Feels ke success,

It sounds like this
“What I'm doing isn't working.”

When Colby B, Jubenville, PhD hears that sentence from a
student, he knows something irreversible has happened.

Thee question has shifted.

Seudents stop asking:
* What should 1 de?
» What do you think 1 should choose?

+ Can you tell me the right answer?

And begin asking:
* Why do | keep choosing chis?
» What am | avoiding?
+ What responsibiliey do | acrually have here?

That shift is the rrue ourcome of coaching.

Way THis MoMENT MATTERS MORE THAN
CONFIDENCE

Most development programs chase confidence.
Colby never did. Confidence is fragile.

» ltrises and falls with outcomes,

+ ledisappears under pressure.

+ Ownership does not.

Ownership changes how students relare o failure,
feedback, and uncertainey. It replaces fear with agency not

comfore, bur eapacicy:

Students who reach ownership no longer need to be

convinced they can handle life. They prove it to themselves.

Tue SusTLE RirPLr EFFECT

One of the most surprising outcomes of the Cenrer for

Student Coaching and Success was not individual

stormation it was culeural shife.

Clarity spreads.

When one student stops performing and stares speaking
honestly, peers notice. Conversatons change. Expecrations

shift, Excuses lose their power.

Srudents begin to challenge each other:
« Is that really whae vou wane?
* Why ave vou choosing thar?

* What are you avoiding by staving busy?

The work stops belonging to the Cenrer.

Ie becomes social.

Wy Oxe RELATIONSHIP [$ ENOUGH

The Georgia Tech study never claimed relationships salve

everything. It chiimed they change rrajecrory.

One meaningful relacionship does nor eliminate struggle. It

reframes it. Students stop mterpreting difficulty as Railure.
They seart interpreting it as information. That reframing

alone saves vears,
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“If you don’t want to be
coached, you will be left
behind.”

Colby B. Jubenville, PhD

e,
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ssure of

WHAT THE CENTER ULTIMATELY PROTECTS THE CONSULTANT TRAP The weight of decisions thar affect livelihoods. The pr

visibility without certainty. The burden of being the final voice when

The Center For Student Coaching and Success not protect students Most organizations are Hooded with consultanes, Frameworks arrive. no option feels clean.

from hardship. It proteces them from drifting. From graduaring with Decks are buile. Recommendarions are delivered. Then the

momentum but no meaning, From entering careers with competence consultants leave, Leadership doesn't just demand thinking. It demands emotional

bur no clarity. } . containment the ability to seay present without collapsing imward or
) The organization is left with someching worse than confusion false discharging anxiery outward. Most leaders were never rrained for this.

From living lives that look successful bur feel misaligned. clarity.

I)nftm3 is the most expensive outcome education produces because ie mp s o How Frar DRESSES ITSELE AS PROFESSIONALISM

it et S e henE » Colby draws a hard line here.

o A consultane delivers answers. > s ko S 8
Fear rarely shows up looking like fear in executive settings.
Ry THi1S WORE CANNOT B ATTOMATID o A rrusted advisor stays with the consequences, '

It shows up as:

TG 5 2 Thar difference is not semanric. Ir's echical.
Universities will continue ro scale rechnology.

Al will improve advising. Analyrics will refine prediction.
Platforms will optimize access. None of those will replace the moment

when a human being looks another human being in the eve and says: Fetichies deertmced sotre sntarmanon s Polite deflection.
» Strategic ambiguin

WHY LEADERS ACTUALLY SEEK ADVISORS o “Let’s vevisit this next quarcer™,

“Let’s slow down and tell the truth” They need:

» Someone who understands the business

These behaviors look professional. They are often avoi
Development is nor efficient. It is relavional ] Colby has learned char when leaders insist they need “juse a |1u|‘
» Someone who understands the person.

more information.” whar they usually need is permission to admir

= » Someone who will say what others won't. S =
THE LiNe CoLBY REFUSES TO CROSS s i ) el : they're afiaid of the consequences.
» Someone who won't disappear when things ger uncomfortable. .

From the beginning, Colby made one boundary clear:

Colby's value doesn't come From having berrer ideas. Tt comes from Tie BorTLENECK NoBoDY WANTS TO NAME
The Center would never become: holding leaders steady while they face chemselves. ) j ) )
Tk ek b In struggling organizations, Colby often asks a single question:
» A résumé line, THE LONELINESS NOBODY PREPARES You FoR Where does clarity slow down?

= A feel good program.

The work had to remain demanding. Leadership isolates. The higher the role, the fewer honest mirrors The answer is almost always the sime, At the top. Leade
exist, Praise flows upward. Fear Alows downward. Teuth gers filcered realize thev've become the bottleneck: Mot because thev're
Hecause students don't grow when expectations are lowered, in berween. incumpcu:m but because they're conflicred. :
They grow when someone believes they can carry more responsibility - ] . ; ; = .
tharithiev chink chey.can: Execurives E"'}‘-'" to confise “]“""‘_: wich agreement. They mistake They want alignment withour confronctation. Movement without
5 B politeness for alignment. Colby often enters rooms where the biggest discombore, Resulrs withour resistance, That combination doesn't
THE QUIET STANDARD THAT GUIDES EVERYTHING L o, £33
+ Rescue creates relief. WHEN TITLES OUTPACE SELF AWARENESS WHY ACCOUNTABILITY FELLS PERSONAL AT THE Tor
» Responsibility creares change. - ) ; o
Colby has seen bath. Only one Jasts. Ome of the most consistent patterns Colby sees is simple and Accountability is easy 1o assign downward. [tis far harder to accept
i < dangeronis: upward.
B 2 People ger promored Faster than they develop. For senior leaders, accountability feels personal because:
l‘nohl CAR"’“S To C S“lTh Early success masks immarurity. Technical comperence hides o Identity is interrwined with role.
: relarional weakness. » Feedback threatens self concepr.
WHY LEADERSHIP' FAILURE RARELY BEGINS WITH - e 3 » Failure feels public, not private.
STRATEGY AND ALMOST ALWAYS WITH IDENTITY Results excuse poor leadership for a while. This is how the Pecer
Principle becomes personal. Not as incomperence. As misalignment. Colby doesn't frame accountability as judgment. He frames it as relief.
THE RooM CHANGES, THE PATTERN DOLSN'T When leaders stop protecting their image. they regain energy.
THE CosST OF AvoIDED CONVERSATIONS
The furnicure is betrer. The stakes are higher. The language is sharper, . . iy ; y THE CosT OF CARRYING [T ALONE
"The silence carries more weight. Avoided conversations don't disappear. They compound. Whae
7 leaders don't say becomes culture, What thev wlerare becomes Many executives believe leadership means isolarion. They confise
Bur when Colby B. Jubenville, PhID sits across from senior leaders in standard. Whar they delay becomes dyvsfunction. serength with silence,

boardrooms, executive offices, and closed door strategy sessions, he

sees something deeply familiar. The same uncertaingy. The same Colby has watched organizations bleed slowly not from bad decisions, Over rime, this creates a dangerous internal narrarive:

e = Z but from undecided ones, Clarity poseponed is culture poisoned. 1 can't show uncertainty.”

The same unspoken questions he once heard from students now LEADERSHIP 1S TRANSLATION, NOT VISION That belief doesn't make leaders scronger. It makes chem brircle.
wearing tailored suits and executive titles. The room has changed. The Colby's presence often becomes the first t-p ace where leaders can say.
pattern has not. Most leaders understand vision, Very few underscand translacion, out loud, whar they've been carrying quietly,

Translarion asks:

THEN 5 S (iR
» What does this decision feel like to the people execuring it? PWHENLEADRR S REALIZE IHEYRE THE PATIERN

THE MYTH oF THE “GROWN Ur” LEADER

Organizations love rthe idea rhar adulthood resolves insecurity. 8 \i:im behavior does this actually “"“':‘“j':' One of the most difficult moments in advisory work comes when
. Il‘ga : s et ek : il « What story will people tell themselves after chis meeting? leaders see themselves clearly. Not as villains, Not as failures. As
That experience eliminates doubt. Thar titles equal clarity. = 1
That seniority produces wisdom automatically. Colby knows berrer. Caolby reaches leaders thar leadership fails not because vision is pAREEIE:
Adules are juse children who leamed how to perform competence. unclear but because expe ¢ s Patterns of:
The fear doesn't disappear. Ir ges berrer hidden. And the cost of » Avoidanee,
hiding it rises exponentially. Way WarrLe Houst LEADERSHIP WORKS = Ower contral.
. ) . - . » Conflice deterral.
WHEN PRESSURE EXPOSES IDENTITY Colby is famous for one analogy that exceutives never forger: o Mixed messaging.
Leadership is not revealed in calm conditions. ::_‘[caﬁirdﬁp should be served like Waltle House. Simple. Clear. This realization is destabilizing and necessary. Organizations don't
sabic. i

stagnate because of bad people. They stagnate because leaders repeat

It is revealed when:
o Decisions carey human cost,
» Information is incomplete.
+ Time is limived.
+ Visibility is unavoidable.

unexamined behaviors under pressure.

IFpeople need interpreration, leadership has Failed. [felarity lives
only at the top, alignment will never reach che boteom,
WHY AUTHORITY AMPLIFIES, NOT FIXES

WHEN LEADERS STOP PERFORMING ; AL 2o P B
Authority doesn't resolve insecurity. It amplifies it. The higher the

Under pressure, leaders don't rise to the level of their strategy. The work changes when leaders stop performing comperence and role, the more impact unresolved identity issues carry. Colby often
P Bl iy Ryl SEshei iden e . start telling the rruch. reminds leaders. Your organizition experiences vou, not vour
Dhat s why performance col apses even i well designed 2 intentions. That sentence changes rooms,
i o Abour fear.
organizations. s oy ;
+ About doubr. THE ILLUSION OF CONSENSUS
WHY STRATEGY IS THE WRONG STARTING PoOINT About patterns they don't like but keep repeating. Many leaders believe their reams are aligned. Colby laoks for
RORE it varely ALl C i nsking For halr vtk id s This is the moment trust begins. Not because answers appear but something else. .lm.‘or "\},rt'uuu\[ withour candor is compliance,
- - 5 P o because hanesty does. not alignment not buy in. Politeness is not truse. True
They call asking for: By the énd of his earliest execurive engagements, Colby knew alignment is noisy before it’s clean.
« Alignment. something definitively:

« Culture change. How LEADERS ACCIDENTALLY TRAIN FEAR.

o M » Leadership breakdowns are not skill gaps.

 Ezene o They are identity gaps under pressure. Every response teaches.
Thiese are nor wrong concerns. They are incomplere diagnoses. Uneil leaders are willing ro confront wha they are hecoming, no When leaders:
i & el I uns strategy will save the organizacdion. * Punish dissent subuly
Colby has learned thar strategy Bils mosc often because the people £ e e el
rasked with carrying it don't trust themselves enough ro execute it = S A
honestly. g THE EMOTIONAL LABOR No ONE TALKS ABOUT EAYERAIHNIDE LEnSI0
They hed Executives ave rarely unprepared incellecrually . Not intentionally. Systemically. Culture forms around
SEIEaeyheoRs: : : what is safe to sav not what is true. Effective leadership is nor abour

o They delay.
* They saften decisions.
» They avoid conflict.

FoiTy bt et e Dty control. Its about presence.

» They
* They undersrand risk.

nderstand markers.

Presence allows leaders to:

» Hold te

+ = v sion without rushing resolution
Not because they lack intelligence bur because identity hasn't kepe

pace with responsibi

* Stay engaged withour dominacing

What most are unprepared for is the emotional labor of leadership.
This is not soft work. 1t is disciplined work.
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THE MOMENT ADVICE STOPS WORKING

There is a point in executive work where advice becomes useless.
Not because ic's wrong, Bur because the leader alveady knows what
needs o be done. Colby B, Jubenville, PhID has learned to recognize
thar moment immediately.

Tt shows up when leaders sav things like:
o “1 know whar you're going ro sav.”
« “This isn't complicated, but...”
+ “I've been avoiding this conversation.”

A that point, the problem is no longer strategic. It is courage.

Wy Leapers Dox't Neep 1o Br Rescurp

One of the most damaging mistakes advisors nake is rescuing leaders
from the discomfort of responsibilicy. Colby refuses to do that. Rescue
provides shore eeem relief. Responsibilicy ereates long rerm capacity,
When leaders are rescued, they stay dependent.

When they are confronted respectully they grow,

This is where Colby draws the clearest line berween consulting and
advising.

THe TRUSTED ADVISOR DIFFERENCE

A consulrant fixes problems, A trusted advisor sits with consequences,
Colby doesn't rake over decision making. He doesn't provide cover. He
doesn't saften reality,

Instead, he asks questions leaders can't avoid:
* What are vou protecting right now?
¢ Whar happens if vou don't ace?

+ Whar standard are you scrually serving?

These gquestions don't feel helpful in the moment. They are
rransformative over rime.

WhY CLARITY FEELS DANGEROUS

Clarity removes plausible deniabilicy. Once a leader sees the truth of 2
situation, t]'l:'v lose the ability o precend lhey didne know. Thar's why
clarity feels chreatening, |t forces choice.

Colby often reminds leaders:

Confusion Feels safer than elarity uneil it jsn't.

The longer clarity is delaved, che more expensive it becomes.
RESPONSIBILITY AS A LEADERSHIP THRESHOLD

II' F]Ees a |‘ hald

Every leader

A decision tha:
* Can't be delegared.
« Can't be delaved.
o Can't be reframed.

Crossing that threshold requires letring go of old versions of self:
o The high performing individual concriburor,
o The consensus builder who aveids rension.
« The problem solver who fises instead of leads,

Leadership ac this level is no longer abour skill. Ics abour idencity
alignment.

FroNTLINE DEviLor: BuiLping WitHouT EGo

Calbw’s work with Frondine Develop reflects his deepest leadership
beliet

o Build with people you respect,

« Serve people vou care abour,

+ Create value thar survives vou.

Frontine wasn't buile to dominare a marker. It was built to rell the
eruth about leadership withour ego, withour thearer, without
shorteurs. For Colby, thar mactered more than scale,

WHAT HAPPENS WHEN LEADERS CHOOSE RESPONSIBILITY

When leaders finally stop avoiding the wark, something changes
quickl'\‘.

Meerings become shorrer and sharper.

Devisions land more elearly. Teams stop guessing. Most imporcancly,
leaders regain energy.

Not because leadership gets easier bur because it becomes honest.

Books As TooLs. NOT MONUMENTS

#
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WHEN IMPACT REPLACES AMBITION

WHY TEDX Was NEVER ABOUT THE STAGE

ZebrasdCheetahs |

Authority doesn't make leadership easier. It makes honesty
unavoidable. Those who choose responsibility earn mrust, Those who
avoid it manage decline palively.

BECAUSE OF YOU, MY LIFE IS
BETTER

WHY LEGACY IS NOT BUILT THROUGH
ACHIEVEMENT. BUT THROUGH PRESENCE

THE QUESTION THAT OUTLIVES SUCCESS

There comes a point in every serious career when achievement stops
answering the questions it once solved.

= Titles accumulate.
o Experience deepens.
* Opportunities expand,
And ver, hing shifes. The question is no longer How far can 1

2o Tt becomes Whar actually lasts? For Colby B, Jubenville, PhI} thar
question arrived quictly not in failure, but in reflection.

Early ambition is loud.

o It asks for visibility,

o [t seeks momentum,

» It measures progress externally.
* Marure impacr is quieter.

* [t measures success relationally.

Colby never rejected ambition. He ourgrew it. Whar replaced it
wastit disinterest it was discernment. Not everything worth doing

needs to be sealed. Not evervehing meaningful needs to be seen.

THE LINE THAT REFRAMED EVERYTHING
The phrase came from Ann Richards, the former Governor of Texas:
“Because of you, my life is bereer”

When Colby firse encountered thar line, it unsercled him. Tr seripped
success of decoration. It asked a question no résumé could answer, 1
that sentence were the only merric lefi, how would your work change?

WHY RECOGNITION EVENTUALLY [NSAPPOINTS

Recognition feels good. Awards validare effort. Applause affirms
visibiliry, Plarforms amplify voice. Bur recognition has a shelf life,
It fades quickly even when it's deserved. Colbw noriced something
important over time. The moments thar staved with him weren't
public, They were privare conversations. Quiet thank you,
Unprompted rerurn visits vears later. Recognition celebrates
moments, Impict sustains people.

hie craveled'in his work

WATCHING His MoTHER DO THE WORK QUIETLY

Cally didn't learn this in theory. He warched it lived our. Growing
up, he observed his mother working in educarion shaping students
withour spotlight or acclaim. The rewards weren't institutional. They
were relational. Srudents came back. Letters arrived years later. Lives
intersected again changed. That model imprinted deeply. You don't
always see the fruic of ful work i diarely. Somerimes you
see it decades larer,

When Colby stepped onto a TEDx stage, he didn'c feel elevared. He
Fele responsible. A stage amplifies clarity or exposes its absence. He
chase not to perform inspiration. He chose to offer a question. If vour
work disappeared romorrow, whar would remain? The answer
couldn't be cheoretical,

IMPACT IS TRANSFERABLE

Colby believes crue impace has one defining qualicy:
It ransters. It shows up in how others think, decide, and lead even
when vou're not present.
Thar beliet shaped evervehing thar followed:
* His writing,
* His speaking.
» His advisory work.

IF people needed him forever, he had failed.

I there s a final question ¢
this: i

commic n_o'nm_rpnmmgdilm

That is where the work endures.




The Final Measure

In a world Obsessed with scale, Colby chose depth,
In a culture Chasing visibility, he chose meaning. And in q system that

If there is g final Medasure of his work, it is not found in titles or Metrics
but in quiet moments when Someone realizes their life moved in g
better direction because he was there,
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